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ABSTRACT 



Since 1979, the rate of recruit attrition in the United 
States Marine Corps has continued to increase. This increase 
in recruit attrition is costly in terms of both time and 
money . 

The purpose of this thesis is threefold. First, it pro- 
vides a general overview of the Marine Corps recruiting and 
training process. Second, it attempts to compare recruit 
attrition statistics between the two recruit depots. And 
third, it attempts to construct a profile of Senior Drill 
Instructors with low attrition rates and Senior Drill In- 
structors with high attrition rates. 

As a result of the study, the authors present recommen- 
dations for future recruit attrition studies; a recommendation 
for the development of uniform definitions and reporting 
formats for the recruit depots; and finally, a recommendation 
that Congressional legislation be implemented which would 
allow military recruiters access to school and police records 
of potential recruits. 
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I. INTRODUCTION 



A. BACKGROUND 

On 31 December 1972, the United States Government ceased 
the involuntary induction of males into the nation's Armed 
Forces. This radical shift in government policy provided 
both a challenge and an opportunity for the military services 
to enlist and retain qualified volunteers. While the Marine 
Corps had always predominantly relied on volunteers to fill 
its ranks, it was now required to rely solely on volunteers 
and to compete with the other military services for those 
volunteers . 

Though the Marine Corps Recruiting Service has always 
responded to this challenge of attracting and enlisting volun- 
teers, it will be severely tested in future years. According 
to demographic prognostications, the pool of personnel eligible 
for recruitment into the Armed Forces will have declined from 
2.1 million in 1980 to 1.7 million in 1990 [Ref. 1: p. 34]. 

Such a precipitous decline will present the Marine Corps with 
serious challenges for not only recruiting volunteers, but 
also for maintaining Marine Corps standards of quality. 

But recruitment is only part of the task which confronts 
the Marine Corps. From fiscal year 1979 to fiscal year 1981, 
recruit attrition for all recruits sent to the two recruit 
depots increased from 11.8 % to 15.4% [Ref. 2: p. 5]. This 
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rising attrition rate, coupled with future demographic trends, 
is the impetus and the basis for this study. 

B. OBJECTIVES AND SCOPE 

The objective of this thesis is to examine recruit attri- 
tion in the United States Marine Corps. We have defined 
recruit attrition as the failure of a recruit (a volunteer who 
has been sent to a recruit depot for training) to either com- 
mence or having begun, to graduate from recruit training. 

This analysis will be limited to the attrition of male 
recruits at both Marine Corps Recruit Depot (MCRD) , Parris 
Island, and MCRD, San Diego. The study will not attempt to 
evaluate attrition beyond recruit training, either in the 
career force or among first-term enlistees. We will not con- 
centrate on the effect of demographic variables (age, educa- 
tion, etc.). We feel that this area has been covered in 
detail in previous studies and that additional analysis would 
only restate the obvious. 

It is our intent that this thesis provide a general back- 
ground for those Marines who have never been directly involved 
in the recruiting or training of Marine recruits . Our primary 
analysis will be directed at differing attrition rates between 
the recruit depots and developing a profile of Senior Drill 
Instructors with high attrition platoons and Senior Drill 
Instructors with low attrition platoons . 
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C. METHODOLOGY 



In order to obtain current data and background, visits 
were made to both Marine Corps Recruit Depots. Data and in- 
formation were collected through personal interviews of Depot 
personnel directly involved with the recruiting and training 
of recruits and through a review of current policies, proce- 
dures, and regulations. Additional data was derived from 
personal observation of the training process and from thorough 
analysis of the recruit graduation packages. 

D. SUMMARY OF CHAPTERS 

The initial chapter of this thesis provides an overview 
of previous research conducted in the area of recruit attri- 
tion. To provide a thorough basis for this study. Chapters 
III and IV will describe the recruiting and training process 
by which volunteers are accessed into the regular Marine Corps 
establishment . 

Chapter V will provide a compilation of data collected 
by the authors and an analysis of that data. Chapter VI will 
provide conclusions to this odyssey and offer recommendations 
and observations derived from this analysis. 
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II. SURVEY OF THE LITERATURE 



A. INTRODUCTION 

With the introduction of the All Volunteer Force (AVF) 
in 1973, the United States Marine Corps, as well as the other 
branches of the Armed Forces, was required to attract, enlist, 
and retain qualified volunteers for military service. Having 
to rely strictly on a costly volunteer force (in terms of 
recruitment costs), it was incumbent upon the Marine Corps 
to retain as many of these volunteers as possible without a 
commensurate loss in quality. Since 1973, the achievement of 
this dual objective of quantity and quality has been addressed 

in a number of research studies. 

Four of these studies are reviewed in depth in this chap- 
ter. The first study was conducted by personnel of the Center 
for Naval Analysis and addresses demographic variables. The 
second study was conducted by First Marine Corps District 
personnel and places primary emphasis on additional demographic 
and organizational variables . The third study reviewed was 
conducted at MCRD, Parris Island, and deals not only with 
demographic variables but analyzes pre-recruit training in- 
tentions and expectations. Finally, a study conducted at 

i 

MCRD, San Diego, deals with the effect of the training unit 
environment on recruit attrition. As indicated, each of these 
studies addresses different variables which may play a role 
in the success or failure of a recruit. 
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B. CENTER FOR NAVAL ANALYSIS STUDY 



In Profile of a Successful Marine , W. H. Sims of the 
Center for Naval Analysis endeavored to develop a profile of 
a successful Marine as a tool to be utilised by the Marine 
Corps Recruiting Service. The objective of this profile was 
to assist recruiters in selecting out potentially unsuccess- 
ful recruits. Sims' analysis considered only applicant 
inf ormation- -age , race, educational level, number of depen- 
dents, and aptitude and attitudinal test scores--that is readily 
available to Marine recruiters. 

The analysis revealed that the most successful Marines are 
usually, but not always, those who have completed high school, 
enlisted at an early age, and scored high on the ASVAB mental 
group composite or the ASVAB attrition composite.* Non-high 
school graduates who have scored high on either the ASVAB 
mental group composite or the ASVAB attrition composite and 
who have enlisted at an early age also tend to be successful. 

On the question of race, Sims' analysis also found that 
once the educational level, mental aptitude, and age of a 
recruit have been determined, both minority and majority 
racial groups have identical chances of success. His analysis 
also determined that the presence or absence of dependents 
was statistically significant, but of little practical 
signif icance . 

Sims concluded that attempts at the recruiting level to 
screen out potentially unsuccessful recruits based on this 
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